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Development of USES Specific Aptitude Test Battery S-282R75

Cu [
. ¢ . /

* For .

Nurse KIJ (medical ser.) 355.878

L3

v L. RESEARCH SUMMARY

This report describes the research which resulted in the develop-
ment of the followlng Specific Aptitude Test Battery for use in
selecting Inexperienced or untrained lndlvlduals’for training as

Nurse Aids:® - ] R . > . .
G - Genera) Leernlng Ability - 80

P - Form Perception v .70 - :

Q - Clerical Perception . ’ . 80 ‘s '

L . *
@ . . sampfes: T .

: ‘Validation sample: 136 femalte Nurse Alds enrolled in MDTA
. courses #n the South (see Appendix 2). A total of 68 were

. minority group members (66 'Blacks, 1 American Indian, ‘@nd 1

, Spanlsh Surnamed) and 68 were nonmlnorlty group members,

. CroSs-vallqgtlon ‘sample #1: 155 ¥emale Nurse Alds employed in .
hospitals in the North and West (see Appendix 2). This study was -
conducted prior to the requfrement of providing minority-group

$ information. Therefore, mlnority‘sroup status of sample members
Is.unknown. v . L ,

+ Cross-validation sample #2: 199 Nurse Alds (1185 females and 18
males) employed in hospitals in the West (see Appendlx 2).  This - .
study was conducted prior to the requirement- ‘af providing oy
mlnorlty~group information. Therefore, m1norlty group statqs of .
sample members is unknown,

o a
.-

N .~ Criteriont . ’ o
. Validation sample. Instructors' ratings. Criterion data were
- collected during 1971.

v
» Iy Al
sk

Cross-velldatlon sample #1:. Réhklordgr ratings converted to lhnear ,
scores. were obtained for 40 sample members in 1953 and broad . cate-
‘gory ratings were obtained for 115 sample members in'1954.

Crdss-valldatlon'sample #2: Supervisory.ratings. Criterion data
were collected during 1962 and 1963, - . '
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)




-

L

Valldation sample. . ° \

Longitudinal and ‘concurrent. Test data were collected for 83 sub-
jects at the beginning of training and for 53 subjects at the end

of training: Criterion data were collected at the end of the nlne
weeks' training course.

N

Cross-valldatlon samples: oo ' ’
Concurrent Test and criterion data were collected at about the,
. same tlime. R 3 .
!fil!j':!" L . ‘. - . Pl \ .
. . Validation Sample: . ~ o,

Phi coefficient for total sample = .42 (P/2 < .0005)
Phi coefficiént for Black subsample = '.37 (P/2 < ,005)
.E?l coefficient for. nonmlnorl¢y subsample = ,36 (P/2 C’ 005)

A L

/Cross-validation $ample #1;

. 'Phi coefficlent for ‘total sample =".21 (P/2 ¢ .01) . - ~

Cross-validazion sample #2: . 2

Phi coefficient for total sample = .22 (P/2 < .005) -

4
° R

Comparison of Minority and Nénm!ngclt! QEnnnsc ‘ ' '
No differential validity was found for this battery, The differ~

ence between\the phi coe¥ficlients for Black and nonminority groups
for the valldatlonwgample Is. not statistically significant (CR = ,11),
The battery Is fair to_ Blacks since the percent of .Blacks who met

the cutting scores approxlmated the percent who were in the high
criterion group; 58% of the Blacks met the cutting.scores and 61%
were in the high crlterlon group.

’
i
i

- JOB ANALYSIS
A .job analysis was performed by observatlon of the Nurse Alds per=-
formance on the job and in donsultation with the Nurse Aids' super-
visors. On the basis of the .job analysis, the job description
shown in Appendix 4 was preparéﬁ, which was used to. (1) select

. an experimental sample of Nurse Aids who were performing the job -
dutles; (2) choose an appropriate criterion or measure of job per- -

formance; (3) determine which aptitudes are. crltl al, lmportant or .
irrelevant to job performance (see Tables 1 and &)} and (b)), provlde

information on, the appliicability of the test battery resultln; ggrﬁ'

from this-research” .

o
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A1l 12 tésts of the GATB, B-1002B, were administered to the vali-

:E;alned by means of personal visits of State ‘'test development ,
a

TABLE 1

. QualitatlQe Analysis ‘ X

Aotitude P Rationale - ' ®

G - Genefél\Learnlﬁg Ability Required to learn and'apply ' . o
: . a . nursing techniques znd hospltal

i procedures; to.comprehend

) b written and verbal instructions.

Y -_—

P - Farm Perception Réquired to perceive differences
. ° ' between and defects in instru- .
Lo . . ', ments.
. - ' ¢

f
Clerical Perception . .+ _Required to read and recorgd
. " accurately temperature, pulse
.. e * rate’, reSpiration rate and blood
N ’ pressure andzto malntain stock

recorgs.

f =
'

“
N

Moto COOrélﬁétion Required to take blood pres- ’ .
R a
) . “sure and ‘pulse rate reddings.

Required to. handle food trays,*
make beds and pérform cleaming
v .' . tasks.

EXPERIMENTAL TEST BATTERW ' 3

. AR o . -

z
,

& [N
Manual Dexterity

&

dation sample’and to cross-validation sample #2 and all 12 tesgs

of ‘the GATB, B1002A, were admin[s;ered to cross-validation . .

sample #1, . .. ' - -
»

) CRITERIA

The immediate instructor rated each trainee. ' The ratings were

alysts.who explained- the rating .,procedure to the instructors.

o ratings were obtained from each instructor with an interval ..
of at least two weeks between the ratings. Since sample members'
test scores are confidential, instructors had no knowledge of the
test scores of, the trainees. : SR v

A dqsériptive rating ‘'scale was used.  The scale (see Appendix 3)

...consists of seven items. Six of these items cover different as-
pects of | Job;reﬁformance. The seventh” jtem is.a gtobal item on the 4

/

|
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Nurse'AJd' "aii-around"rablilty. Each item has five alternative
responses corresponding to different degrees of job proflciency.

" For the purpose of scoring the items, weights of 1" to 5 were «
assigned to the responses. The total score on the rating scale is
the sum of the weights for the seven items.. The possible range for

’ each rating is 7 - 35, vt ' '

.

H

“A review of the job descriptlon indicated that the subjects covered
by the‘rating scale were directly related to, lmportant aspects of
JOb performance. .

a* A - Facility: Nurse Ailds perform a variety of duties and must *

learn each qulckiy and. thoroughly, .

co .B - Qugntity of work: Nurse Aids must work quickly and effi- -

. . clently in providing patient care so that all patients needing
care will receive attention. . . ‘

C - Quality of work. Nurse Ai work must be of gOod quailty to

provide optimum health care and to avoid potential dangers of
improper treatment. ’

D - Speed of learning: Nurse Aids shaduld Yearn new duties with a
Vo minimum of instruction and supervision. e

E - Ability to use equipment:"Equipment used!to take‘temperature
. and blood pressure must be used properly.
L4 ) - . P '
. . s . : .
* F - Job versatiiity' Nurse Aids must be able to perform a variety
of routine dutlesvsuch as care of bed patients, assembling and
sterilizing packs of Suppiies, dressings a .imnstruments, arrang-
ing suppi|e§‘in stock rooms, scheduling clinN¢ ‘appointments: !
for out-patients, and assisting in post-morf obre.
) ?

G - "All-around" job ability: Nurse Alds" value’t the health
‘care faclility Inyolves a combination of aspects 'of job
performance listed above. S T Y

~ Fap ’ . @

A reliability coefficient of .93 wa¢ obtajined between the initial

ratings and the re-ratlngs, Indicating a significant relationship.

Therefore,. the final criterion score consists of the combin

scores of the ‘two ratihgs. The possible rangk for the final cri-

terion is 14 - 70, The actualt-range-is 183-70,» The mean is 49,9

with a standard deviation of 11, 3. The' reiatloyshlp between the

criterion and age and educatlon Is shown i'n Table 2, -

r"""
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¢ ’ TABLE 2 .
.l . Means, Standard Deviations (SD) “and- Pearson
Product-Moment Correlations with the Criterion (r) for .
Age, Educztion and Experience

-
o

N ‘ . - 'validation Sample ‘ :

' ) Mean’ S$D. " r -

Age (years)’ 29.8 13.2 .12 y
Education (years) 10.3 :1.7 -.09 .

. .
L4 v N (

About one-third of the workers are considered to be marginal
workers. Therefore, the criterion distribution was dichotomized

so as to include about one-third of the sample in the low cri-
terion. group ‘and the remainder in the high criterion group. The
criterion cutting score was set at 44 which placks 29% in the low ,
criterion group ‘and 71% in the high critefFion group. It was not
possible to place precisely.one~third of the workers in the low .
criterion group because of the nature of the criterion dlstrlbu-
tion,

-

[y * R .

- L # . ’
The immediate supervisor rated each worker, 'The ratinga were
obtained by means of personal visits of State test .development
analysts who explained the’ natlng procedure to the supervisors,

. Since  sample members' test scores are confidential, supervisors had

no know!edge of-the test scores of the workers.

¢

The criterion for the Utah subsample consisted of supervisory
ratings in the following four brodd category job performance
groupings: (1) outstanding, (2) above average, (3) average, and
(4) below average. Two separate ratings were obtained for each

. worker with an interval of two weeks: between the ratings. - The two

ratings when combined yieldéd seven levels of proficiency. .These

seven broad categories were converted to normaluzed standard scoré%

of 65, 59, 53, 41, 33 and 29, . , ‘ \ .
The criterion fqr the Pennsylvanla subsample consisted of supér- T
visory rank-order rat?ngs (see Appendix 3). The final criterlon

scores consisted of the rank-or¥er ratings converted to Vinear.

scores. The relationship between the criteria and age, educgtion

and job experience is shown in Table 2a. . . \

\ e
\




' - . . TABLE l\a o S
- ! . e ‘ :’ . ¥
Me’ns, Standard Deviations (SD) and Pearson .

Product-Moment Correlations with| Supervisory Ratings (r)
. for Age, Educatlon -and Experience y

| t :

18.8 2

L //;////ﬂross-valldatlontSample fl n
: T Mean S0 fa Las - I
. L. ' . ®
- 'Age (years) 31.8 11.8 -.15 .04 -
. _.@  Education (years)  10.8 1.7 .02 .11 .
- Total Experlience 0.3 .25 .07 '

“\ ‘ (months)

*Pennsylvanla Sample. N=40
v »sUtah Sample N-115

. About one-thlrd of the workers are considered to.be marginal .
workers., Therefore, the crlterlon#ﬂlstrlbutlon was dichotomized

. so as to include about one-third of the sample in the low cri-

» terion group and the remainder In the @lgh criterion group. The
cutting scores on tq: criteria were set at %8 for the Utah sample
and at &1 ?or the Pehnsylvania sample which placed 30% of the Utah
and, 32% of the Pennsylvania in low criterion groups and ,70% and
68% in high criterion groups, respectively. Whed comblned, 31%
were in the low criterion group and|69% in the hlgh criterion group.
It was not possible to place precisely one-third of 't & workers in
the low criterion group because of Fhe nature of the criteria dis-
tributions. \ . '

- 'l . . . .

The Immediate supervisor rated each worker. The ratings were

obtalned by means of personal visits of State test development

analysts who explained the rating prqcedure to the supervisors:.-

Two ratings were obtalned from each supervisor with an interval

of at least two weeks between the ratlngs. Since sample members"
. test scores are confidentiad, supervisors had no knowledze of the

. test ssores of the workers. /

L3

A descriptive rating scale was used.

The scalé'(sée Apbendfx 3)

gonsists of nine items.

Eight of these items cover different as-

pects of job performance.“

The ninth item is a global

item on the .

Nurse Aid's J'all-around” ability. Each item has five alternative
responses corresponding to different degrees of job proficiency. .
‘ For the purpose of scoring the items, weights of 1 to 5 were i

. assigned to the responses. The total score on the rating scale !s
the sum of the weights for the nine items. A review of the job *
description revealed that the SUbJeCtS covered by the rating scale
were directly related to' lmportant aspects of job performance.’

. K a




‘D - Job knowledge. Nurse Alds must have sufficient knowledge of

( - ’ N M »
A - Quantity of w.rk: Nurse Alds must work quickly and efflclently P

in providihg patient care so that all patients needing care
_will receive attention.

B’ - Quallty of work: ' Nurse Atds' work must be of good quality to

provide optimum health care and to avold potentlal dangers of
. improper treatment. s
b - Accuracy of work: Nurse Alds must be able to detect accurately
- vital slgns such as changes in pulse rate, temperature readings
and blood pressure readings. _ .

L} L3

procedure$ to provide appropriate health. care and to recognize
when asslstance of a professional nurse or physiclan is re- ./
qulred. . .
. .
E - Facility: Nurse Alds perform a variety of dutles ‘and must .
. learn each qulckly and thoroughly. | ]
F - dob versatlllty. Nurse A!ds must be able to perform a variety
" of routine duties such as ‘care of bed patients, assembling and
sterilizing packs of supplies, dressings and instruments, arrang-
ing supplies in stock rooms, schedulln;.cllnlc appolntments .
for out- patlents,aand assisting In post-mortem care.

G - Job resourcefu]ness. Nurse Alds must be able to react
effectively ln emergency s’ituations., . .
H - dob initiative: Nurse “Aids should be able to suggest ways of
providing servlces more effectlvely.
I - "All-around" job ablllty' Nurse Aids' value to the health
care facility involves a combination of aspects of job !
performance llsted above, , C, )
A reliability coefficient of .86 was obtained between the lnltlal .
ratings and the re-ratings, indicating a significant relationdhip.
Therefore, the final criterion score consists of the combined’
scores of the two ratings. The possible range for' the final cri
terion is 18 - 90. The . .actual range is 40-90. *The mean is 64.6
with a standard deviation of 9.%. The relationship between the”

criterion and age, education and job expezﬁence Is shown in Table 2b.

¢
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TABLE 2b

l

Means, Standard Deviations_ (SD) and Pearson
Product Moment Correlations with the Critefion (r) for
Age, Educativn and Experience

s

\ Cross-validation Sample #2 L.
) Mean 80 = . -~
. Age (years) . 39,6 11,2 .00 -
Edudation (years) 1.6 .6 .02 .
Ekperience (months) - 65.7 59. 3 -.06
v . N . SAMPLE '« .
Validation Sample: N ©

The validation sample consusted of 136 females enrolled in MDTA
Nurse Ald coiirses in the South (see Appendix. 2¥. A total of 68 were
minority group members (66 Blacks, 1 American Indian, and 1 Spanish
Surnamed) and 68- were nonminority group members, . The means and
standard devliations for age, education and experience ‘of sample
members are shown in Table 2. Descrlptlve statistics for subgroups
are shown in Appendix 1,

Cross-validation sample #1: 155 females employed as Nurse Aids In
hosplitals in the North and West (see Appendix 2). This study was
conducted prior to the requirement of providing minority group
information. Therefore, minority group stftus of sample members
-1$ unknown. A1l workers had at least ‘1 month of job experience in
jobs with duties simiTar to those shown in the job description in
Appendix 4, The means and standard dcviations® for age, education
and experience of ‘sample membérs are chown in Table 2a.

K

]

- #2¢ 199 Nurse Alds (185 females and 14
males employed In hospitals - in the West, This study was con-
ducted prior to the requirement of providing mingrity group in-
formation. { Therefore, minor!fy group status of sample members is"
unknown. The means and standard deviations for age, education and
experjence of sample members are shown in Table 2b. A1l workers
had at Teast 3 months of job experience in jobs with duties similar
to those shown in the job. descrlptlon In Appendlx k.

1 .




: '/s/TAnsncAL RESULTS'

o ‘ ~ TABLE 3 - .
Statistical Results for Validation Sample \
D .+ N=136 :
Aptitude Mean .SD r
G - General Learning Ability 86.u‘.1350 J36%w
v - Verbal Aptitude 89.6 10,5 .35#»
N = Numerical Aptitude . 88.2 16,1 .,24wuw
S - Spatial Aptitude 89,3 15.6 . ,2b=» ‘
P -~ Form Perception © 97.3 18.7 .21+ o
Q - Clerical Perception 106.8 14.3 28w
K - Motor Coordination® 105.0 19.8 -.n¢
F:~- Finger Dexterity 98.6 20.3 .21«
M - Manual Dexterity ' 98.6 25,0 -.05 .
.* Significant at the .05 level ~ ?

»+ Significant at the .01 level
Table & summarizes the gualitative dhalyéis and\stptistical'results
shown in Tables' 1 and 3 and shows the aptitudes considered for in-

clusion in the battery. . . .o i
. , rd
 ~4
! ‘ 4 * '
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TABLE & -

Py

dhﬂ#%ary of Qualitative and ann}}tétive Data for Validation Sampié

) . f 7 Aptitudes
. Type of Evidence - G V. N S P Q K F
"Criticall' on Basis - o .
of- Job Analysis -

TX

-

"tmporténi"oﬁ Basis X - XX X X
of Job Analysbs :

i N
---------- e - > - > s WP e e AP Gn S D S P D D D s E D G S D Gp SR A SPGB D WA e AR ¢

"Irrelevant™ on Basis

of Job Analysis : . ‘

Relatively Higho S X X X X
' Mean . o ' p -

Relatjvely Low Standard X X, . X

Deviation

. -Signlfiicant Lorrelation X X ‘X X X X X
with Criterion ' ’

Aptitudes Considered for . G- V N S P Q K F M

Inclusion in the Battery T

A ettt - kit tatakmtede e kel R D ol d o E ot d il e o --
N 1

: % ' N

The information in Table 4 indicates that the following aptitudes
should b:,Consdderéd“?ni\ngiusion in the battery: G, V, N, 'S, P,
Q, X, F, and M. The objecti e\ié\{o develop a.battery of 2, 3, or
4 aptitudes with_cutting scores se ~q$\t{:e point intervals at the
point (a) where about the same percent wil] meet the cutting scores
as the percent placed in thé h'gh cﬁiterionug$qgg and (b) which
will maximize the relationship between the battery and the
criterion. The cutting scores are-set at approximately one
standard deviation below the mean aptitude scores of the sample,
with deviations above or below these points to achieve the objec=
tives “indicated above. . . ‘

The following battery resulted:, .

G - General Learning Ability 80
P - Form Perception ' 70
Q - Clerical Perception. . . 80 L
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VALIDITY OF THE BATTERY -

TABLE 5 .
: Va][dlty of Battery for Total Validatlon Sample . .
Below Meeting . ] '
< TJ.:?.]. //'
. High Criterion 20 LT 97 '
. Group : . .
Lgw Criterion 25 . 1% 38 /
) Group - ' -
Total s . . 91 136
Phi coefficient = .42 : .
Significance level = P/2 ( .0005
TABLE 5a ’
Valldity of Battery for Black Validation Subsample +
Below Meeting
Cutting Scores Cutting Scores Igtal
High Criterion 11 29 40 ‘
Group - : Y
Low Criterion 17 9 26
Group
. ‘ Total . 28 38 . 6.6
Phlﬁcoefflclent = ,37 ) ' .
Significance level = P/2 ¢ .oosﬁ C e T T
. TABLE Sb
Validity of Battery for Nomnminority Validation Subsample
; _Below Meeting )
' Cutting Scores Cutting Scores Jotal
High Crigerion 8 48 56 ,
Group ' o o« :
Low Criterion 7 5 : 12, .
Group o ¢ - . ‘ - :
| Total .15 53 " 68
Phi coe%flclent = .36 (Yates' corrected)’ ( S

Significance level = P/2 < ,005 . |

~ . ' ’ ’ L }
. . e T, :
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c o TABLE 6 N o
vatidity of Battery.er'Cross-valldat on Samglg,ll
Jotal"’
.. ) ¢
High Criterion _ 107 '
Group N o, L . ,
Low-Criterion 27 s21 -, ‘s ’
Group ' . - , )
Total 63 \‘\/ 92 . 155 | . \ \
. yd Lo .
Phi coefficient = .21 = - oot Lo -
Sﬁgnificance level = P/2 < .01 / . -
'y : . TABLE 7 °; ~ . ‘
) validity of Battery fqr Cross-validation Sample #2 :
\\ ' . Be'low ' Meet ing ' . .
~High Criterion . 36 N 96 - 132 . ‘
™~ Group A
Low Criterion « 33 . 34 . 67
Group - . )
X Total 69 - . . 130 . 199 .
Phi coefficient = ,22 . .%: ) . .-
rS}ganicance level = P/2 < ,005 ) A .
== 7 OCCUPATIONAL APTITUDE PATTERN -

This occupation was_incorporated into OAP-24 in Section !'l -of the
1970 edition of the Manual for the USES General: Aptitude Test .
Battery with a "double asterisk”" (++), because the cutting score for
Aptitude P is more than 10 points lower than the cutting score for .
Aptitude P.in OAP-24 but a significaht phi.coefficient wds ohtained
between the criteria and OAP-24 cutting scores of G-80, P-85 and
Q-90. A phl coefficient of .28'(P/2 < .0005) was obtained for- the
combined validation sample and cross-validation samples.

-
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-
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) APPENDIX 1
~ - ‘ . . ~ v . .
I'Descruptive Statlstics for Black .and Nonmfnorlty Subgroups
. o " of Validation Sample 4 .. .,
b ‘' Black 7 . Nonmlnority ; ’ *
S ~ (N=66) . (N=68l .ok
. Variable Mean = SO Banxs Mean SD  Range .
" -Aptitude G. . 82.3 12,5 61-112 90.5 " 1z.u 63-127 .
) Aptitude V. 86.8 ¥ 2 68-111 92.4 11,0 63-117
Aptitude N 85.9 '16.1 - 58-127. 90.6 16.0 S56-136 \

: Aptitude S 87.0 15.1 58-124. 91,7 - 15.9 61-124 - .
Aptitude [ 96.9 20.1 _56-143 97.4 17.3 59-134 S
Aptitude Q 107.5 14.3 84-148  106,7 14,1 80-151.,

Aptitude 'K 110.8. 20,3 68-159 99,3  17.8 49-134 e -
.« Aptitude F 99.8 - 18.2 58-143 98.1 21.9 37-151 .
- . Aptitude M 105.6 22,6 ‘47-152 . 92,2 , 25,5 32-138 :
- “Criterion ~ 48.7 11,5 20-70 51.6 10.4 20-70 ¢ ‘
Age : . 26.1. 10.9 17-54 33.1 13,9 ,17-63
Educatjon~ 10.6 - 1.7 6-12 0.1 1.7 7-12
,; e~ »
b ) . ’ .
. - ] ]‘ ) ) [ ,‘
- ° / . . e
> A Y
er T




-Bristol Memorlal Hospital
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“APPENDIX 2 - ~ . v
Hospitals Contributing Samples for Vallhét}oﬁﬁgfuéy

Brlstol; Virginia C S
Lewis Gayle Hospltal, Roaszp, NVirginia. , W

Pledmont Sanatorhum, Crew Vlrglnla e -

3

Hospltals Contflbutln; Samples for Cross-valldatloh Study #1

Presb erdan Hospital,' Phlladelphla, Pennsylvanla ._
Salt Lake General Hospltal, Salt Lake City, Utah
saint Mark's Hospital, Sd1t .Lake City, Utah . ,

* Latter~Day Salnts Hospltal, Salt Lake Clty, Utah : s

Hospitals Contrlbuting Samples for Cross-valldatlon Study !2
l
Los Angeles County General ‘Los Angeles,’Callfornla
Harbor General Hospital, Los Angeles, Californfa
John Wesley Hospital, Lbs Angeles,‘Callfornla
Long Beach General Hospiltal, *os Angeles, Californla
Olive View Hospital, Los Angeles, California ,
Rancho Los Amigos Hospltal, Los Angeles, California

-5 -
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. ‘ APPENDIX 3

. »
Validation Sample -

©

" LOCATION OF TRAINING - DATE

RATING TRAINEES j
SUGGEST!ONS TO RATERS . ° .t
& . : 5 [y

We are asking you to rate the job performance of the tnjneeo whom .yoin instructed. These ratings
will serve as a “yardstick™ against which we can compare the test scores in this study. The ratings
must give a true picture of each trainee or this study will have very little value. You ohould strive to
give the most accurate ratings possible for each trainee..
These ratlna are strictly confidential and won't affect your trainees in any way Nelther the ratings
nor test scores of any trnni ¢ will be shown to anyone other than personnel of the ESC testing section.
We are interested in only testm( the tests.” Ratings are needed, for only those trainees who are in
the test study. .

% In making ratings, don't let general improssions or some outstanding trait affect your judgment. Try
to forget your personal feelings-about the trainee. Rate him only on his performance Here are some
additional pomto{ which might hélp you: .

1. Please read and study all directions and the rating scnle thoroughly before ntln( a trainee.

2. For each question compare your ‘trainees with “train¢es in general” for this type of vocational’
training. We want the ratings to ‘be based on the same standards in dl training courses covenn(
the same occupation. . : ,

3.’ A suggested method is to rate all trainees cn one question at a  time. The Questions pertun fo the,
different abilities of the trainees. A trainee may be good-in one ability and poor in znother; fo’
example, a very-slow trainee may be very dccurate. So nte all trainees on the first question, then

+ * rate all tmnee: on the second qlestion, and so on. !

4. Rate the trainees according to the ‘work they have done throughout the entire voeational training
course. Don't rate just on .the basis of one “good" day, one “bad" day or some smgle incident.

Think in terms of each trainee’s usual or typical day by day performance.

5. Rate only on the abilities listed on the nun( sheet. Do not let factors such as cooperativeness,
abﬂnty to_get along with others, promptness and honesty influence your ratings. Although dhese
upecu:of a worker are important, they are of no value for this study as a “yardstick™ against
which’to compare sptitude test scores. . . )

i’leue 6ll in.the information requested below.

. B
14 ’

RATED BY. : TITLE

(Stare) v

‘e
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' UNITED STATES EMPLOYMENT SERVICE
? ‘v‘ ‘ . o )
“.1;. £ DESCRIPTIVE RATING SCALE FOR .RAINEES
B I
! . (For Trainees Used in Aptitude Test Development Studies)
. .
. \ \ Score
! ~ . o ‘ .
RATING SCALE'FOR ’
‘ \ . « e (DOT Title and Code for Training Course) .

. Tra N N
Directions: Please tead * the suggestions to,raters on thc back of this forny then complete this rating
scale. In makmg your ratings, only one box should be checked for each question.

Name of trainee (print) _\____ ' .
(Lasy) v, (Firet) ~ R .

- . v

. Sex: Malc__’____«Female____' .

Y

-

e . . - \
@ ® . . .
«

A. How much aptitude or facility does he have for the vocauonal training? (Tramec s adeptness or

knack for performing the work easily and well.) » . N
| Ol "Has'great dificulty doing-the work. Not at -all suited for the training.

O 2. Usually has some difficulty doing the work. Not too well suited for the training.

. -
~ ~

12 - -

»
O 3. Does the work without tos much_difficulty. Fairly well suited for the training. .

) . .

O 4. Usually does the work without difficulty. Well suited for the training.
~ < . L. .

0 5. Does the ‘work with great ease. Exceptionally well suited for the training. @ -

-~ '- ‘ ) ‘ :
C ‘—
' \

‘ \




g } .
B. How uch ability does he have for mamtammg adequate producuon in thc vocational activity
for which he was trained? . . ‘

3

0 1. Capable of very low work outpu( Can perform only at’an unsatisfactory pace.

.

O 2. Capable of low work output. Can perform ata slow pace.

.. O 3.. Capable of fair work output. Can‘p;‘rform at an acceptable but not a fast pace.
O 4. Capable of high work output. Can perform at a fast pace’

O 5. Capable of very high work output. Can perform at an unusually faW'”

, A

s

C. How ood was lhc quality of his wtwuﬁng‘lh?‘;ocalibnal lraining?
0L Pcrformancc was inferior and almost never met. minimum quality standards.

O 2. Performance was usually acccptable but somcwhat inferior in quality. The grade of his
work could stand’improvemeat. ’ ‘

. -
.

- . . . \
O 3. Performance w:s.acccptablc but usually not superior in quality. .
0 4. Performance was psually superior’iniquality,

G 5. Performance was almost alwa'ys of the highest quality.
» \ - ’ <

.
-

o

ERIC

Aruitoxt provided by Eic:

v .

‘ D. How quickly did he learn lhc,mstruchonal units of the vocational training?

O 1. Ledrned the work very slowly. Needed carcful and repeated instructions,
! ‘D 2. Learned'the work somewhat slower thah most.
{0 3. Learned mbst of the work in the usual amount of time.
) D 4. Learned mosf of the work quickly. : .
O 5. Learned all of the work very rapidly. Needed only the minimum amount of training or in-
structions for even the difficult aspects. - .
LS
. . . .
t \) ! M v '




E How l‘uch ability does he have for using the equipment 0Qhe vocational lrigﬁing?

. _ 7\ fv\ -
] 1. Has very limited ability..Cannot use the cquipment adequately.
B 2 Ha\s little ability. Can use the equipment to “get by."” ] .
0 3. Hay a modcrate amount of ability. Can use the egipment to do f.l- work.
E] 4. Has\high ability. Can use the equipmént to do good work, »

~

'O 5. Has yery high ability. Can use the equnpment to do.axcellent work. "2

W

£

F. How large a varicly of job duties can he perform efficiently? . .

O 1. Cannot rform different operations adequately. | |

0 2. Can perform a limited number of diffetent aperations efficiently.

0 3. Can perform several different operations with reasgnable efficiency. ~
. O 4. Can perform maiy different opegations efficiently. "

Q 5. Can perform an unusually llrgS’nely of different opeutnoﬁs efficiently.

5. Considering all the fgclors already rated, lnd,only the:¥clou. howé:l_cceﬁi.lble was his per-

formance during vocatjonal training?

E}
. . .
0 1. Performance was unsatisfactory. ‘ ¢ i
O 2. Performance was not completely snisfaclory v ) . ,
0 3. Performance was satisfactory. 4 ) i AR
O 4. Performance was good. ) ,
s [ 5. Performance was outstanding. . v R
' t N . /, . . -
' . .‘ * . . < ~ (
) RN
# ‘/
4 ) 5
’ ®
] . v

]
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. Cross-validation Sampie #1 ‘ /
SP-25 ) _ ALTERNATION RANKING FORM .
, V6T N Tt
1. Ranking Instructions s

a. List all workers that you supervrse in the left-Rand column of the opposite page.

b. Review the list and eliminate any individual if:

(). You are not sufficiently familiar with his performance to rank him (new employee, etc.).
(2) His work is so unique that comparison, is rmposslble

c. Now add to the list any other present workers in ' this same job which you prevroualy super-

ised that you know well enough to evaluate. ‘

d. From the total list, s¢lect the person you consider 'as ranking highest in the ranking factor.
(Overall performance, etc.) Write his name®%n the top line (fabeled “1 —Highest”) of the Rank
Order column, and cross his name off the lm

e. From the remdining names, select the persori you feel ranks lowelt, and write his name on the ,
liie at the bottom of the Rank Order golumn where it says “1~Lowest”. Now cross his name

_ "off the list. ' .

f. Continue by alternately aelecung the next highest and the next lowest individuals remaining
‘on the worker list until all names have been crossed out. For example, if you have listed eight
workers, four of them should appear at the top of the Rank Order column and four at the bottom
The mrddle spaces would be left blank ‘

»

The fact that you rate an individual as lowest does not necessanly mean that you regard his perform-
ance as unsatisfactory. Your rating merely denotes how you would rank him in relation to others in
the pﬂticular group. .

2. Rating Instructions : ‘
_a. Think again about the performance of the mdmdua] you have just ranked on the particular
. ranking factor. . \
b. Now rate each of the ranked workers using the letter raungs below. Place the appropnate
letter rating after the, foreman’s name in the Rank Order column under “Rating”. (Example:

+« Joe Jones S—.) .

N
143

Letter Rating - . -
0 (Outstanding. Performance leaves little or nothing to be desired.) '
B (Excellent. An unusually competent worker Performance almost llwaya top
" notch) . -
v . . »
S+ (Good. A'valuable worker. Performance usually superior.)
S (Satisfactory. A fairly proficient worker. Performance generally acceptable.)
S+ (Not completely satisfactory. Of limited value to the orgamzauon Performance
marginal.) .
U (Deﬁmtely unsamfactory Would be better off wnhout(hxm Performance usually
. _ not acceptable)) ™




. Alternation, . . )

RANKING FORM ‘

i \ ’ N i

Basis for \ ) . i
Ranking: —— . E \\ : | ’

©, Moderliw L] | °  —BankOler

. : ™] 1-Highest \ :
' ' 2—-Next Hig;n\rn
S : - = ‘3—Next Highest. .~ ,
4—Next Highe‘*ft :
- 5—Next Highest
— 6~Next Highes\
K 7—Next Highcﬂ\‘
’ ' . 8—Next Highestl _
- — . 9—Next Highest_|

- ’ 10— Next Highest

™ - . .| 11—Next Highest_
g - 12—Next Highest
C ‘ : 4} 13—Next Highest

) ’ 14 —Next Highest_ \ i

g L 15— Next Highest___} .
: 16— Next Highest \\
' 17—Next Highest \\
u + {7 18—Next Highest .\

. ”y. 18— Next Lowest \
W 17—Next Lowest \

16—Next Lowest L

15— Next Lowest Y

= 14— Next Lowest i

‘ > - 13— Next Lowest 4

12—Next Lowest i

*| 111—Next Lowest

L. ' 10— Next Lowest

o 9—Next Lowest

8—Ne7§t Lowest

- ¢ 7—Next Lowest o

6—Next Lowest ’

. 5—Next Lowest \ .

) ' 4 Next Lowest .

7 3 —Next Lowest

b : -~ Zo 2—Next Lowest

“ Tn U - Lowest

Rater’s " S

Signature M. _ Position.

. Division ! 'Y M Plant - Bepamment

PR ;
Date

¢ *
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wll Toxt Provided by ERIC

[Kc

’ These ratings are str'i.ctiy confidential and won't affect your workez;s in any' v

K
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Cross-validation Sam le ¥ - o
SUGGESTIQ‘S TO RAT g : '

x

We are asking you to rate the job performmce of the people who work for you,
These ratings will serve as a 'Wardstick" against which we can, compare ths .
test 3cores in this study., The ratings must give a true picture of each
worker or this study will have very little value., You should try to give the *
most accurate ratings possible for each worker,

9 -

way. Neither the ratings por test scores of any worker will be shown to™ ~ . . .

anybody in your company, Wé are interested gnly in "testing the tests," .

Ratings are needed only for those workers .who are in the test study. . _—
F

Workers who haye not completed their training peri.od,-or ﬂho -have not been on

the job or under your supervision long enough for 'you to‘know how well they . ° )
can perform this work should not be rated, Please inform the test techni.ci.an TR
about this if you are asked to rate any such ,workers,

N

13
3

In making ratings, don't let general impmssions or some "Uutstanding trait affect

your judgment, Try to forget your personal feelings about the worker, Rate :
him only on the way he does his work,’ Here are.some ‘more points which might"holp .
you. . 'Y Y . }

k4 -

1, Please x:ead .all di.rections and the rati.ng "scale thomughlz befom rat:lng

' 2, For each -question compare your workers with "workers-in-general" in this
job. That is, compare your workers with other workers on this job that
you have known. This is very important in small plants \(her. there are
only a few workers, We want the ratings to be based on the slm standard

. in all the plants, - - - s : , . : .

’ & %

3, A auggested mathod is to rate allk workers on one question at a time. The
questions ask about different abilities of the workers, A worker may be .
good in one ability and poor in another; for example, a very slow worker
may be very accurate. So rate all workers on the first question, than
rate all workers 'on‘the second question,.and so om,

-
»

4, Practice'amt experience usually imprt;ve a worker's skill, However; one
' worker ‘with six months' experi.ence may be a faster worker than amother with

’ six years' experience. Don't rate cne worker as poorer than another

mérely because he has not been on the job ‘as long. -

é

5. m\te the workers according to the work they have done over a period of %
several weeks or months, Don't rate just on the basis of one "good"
day, one "bad" day or some single incident, 'l'hi.nr in terms$ of each
worker's usual or typical performance, ] ‘.

N ~ . ]
€. Rate only on the abilities listed on the rating sheet., Do not lat factors '
.such as cooperativeness, ability’to: get alongwith others, promptness and
honesty influence your ratings, Although them aspects of a worker are
-{mportant, they are of no value for this study as a "yardstick" against

which to compare aptitude test scores. ~

Ploaao wri.te your nam, title, company, city, state, and date of rating on a
separate sheot of paper for each set.of ratings you make, - i

‘




? ' . , hd - M R o
. a N\
—— - 22 :‘ © \
- ' . . L‘. .i
- DESCRIPTIVE RATING SCALE o .
o ' (For GATB Followup Study on Occupational Performance) T j
! RATING SCALE FOR* . . SCORE' . \
[ . * T DOT TITLE AND OODE (3rd Edition) - 1 : |
. . o « ¢ s o € . . ' ¢
- o DIRECTIONS: ° Please read the shegt.''Suggestions to Rsters" and
.« then fill in the<items listed below. In making your ratings,
" - only one box should be.checked for each question. ¢
Ln L) e ' - ' vl \r L
: NAE OF WORKER (print) ° - . .
‘ . ‘ (Casty — (Firsty s
4 .. . . - .
SOCIAL SECUR'ITY NUMBER SEX: Male Female ° o, T
.\ A -~ N .
‘. COMPANY : _.__-LoCATION_ " °
WORKER'S EXRERIENCE ON, PRESENT JOB JOB: TRAINING PERIOD . .
) . - nths) * . (Months)
' RATED BY ” TITLE- vos .
LY . ' ‘ . \ ® . © Ce . )
\ - . ) N . . S
How often do yo see this worker in a work situation? : ®
o , . . T ‘ v ]
. /] See him at work all the timel I L -
[~7 See him at work several tines a day. = ° Co '
[~] Ses him at work several times a week. . . . T ) )
A . 7
[~ ] Seldom see him in work situation. . ) ’ v ’ .
. R o ] ] . * .
. How long have you worked with him? . ’ ,': )
[~ 7 " Under one,month, ; .
L' [ One to two months., e .t ?
/7] Thres to five months. .
/ /] Six months or more. ’ . e . )
- * ES Analyst should assign DOT Title and .Code dn the basis of a discussion of the
job duties with the Sup'orvisor . N -
- . « -
- \ . - .
- ' - “ - “ v ’ - ) ‘ o .
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A. How much work can ho“get done? (V}orkoi"- ability to make otﬁci';nt uss -of
' . his time and to work at high speed.) RN RN

) £ 7 1. Capable of very Jow work output. . Can perror“-.l. only at an unsatis-

( flctory pace, - ) )
. Z 7 2. anablo of low work output. Can perform at a ‘llow pace.
) " X

D 5. Capable of fair work output. Can perform at ai acceptable but not -
a fast pace, .. . L

*

. / 7‘4. Capabdle of high work output. Can porfoi‘;n at a fn‘ut pace. o
| [:7 5. Capadble of very hish work output, Can perform at s unusually rut
- ‘pace, ) .

B. How good is the quality of his work? (Worker's ability to. do high-grulo work
* which meets qu.utj standards, )

v U 1. Porfom:nco is 1ntorior and almost never meets.ninimun. qulliv
- standards. ) N .

é 7 2. ‘The grade of his work could stand improvement. Performance is usually
acceptable ‘but somewhat inferior in qunlity&.\

- '\

bl \ N
b, [/ 3. Performance is acceptable but usually not superior im quality. - -
E e forfomnco 1-‘ usually :’upcrior in quality.

D S Porfommco il tlmo-t always of the highest quslity. o

»

‘s G, How accmto is he 4in h;l.- work? (Worker's ability to avoid making nhtakoq.)

[:7 1. Makes very nany mistakes. Work needs coastant chscking.
D'z. Makes gpqt;cnt nistakes. Work nseds more checking than is desirable.
U 3. lakn--ilt-kop occasionally. Work needs only normal checking.

I - / '
A ol /] 4. Maked few mimtakes. VWork seldos needs checking.

D 5. Rarély makes a mistake, * Nork almost nover needs checiring,




. ‘
: - 7u - : ! A
./,, *

D, How nmuch does hs know&about his job? (loxkev‘} unders‘undng “of ‘the prlnciplu,
equipnonts mterialr‘an‘d‘ﬁm—thtt\t&\_ to do direetly or 1nd!.roctly with
*  his work, .

e

U 1, . Has very limifod knowlodae. Docs not know enough %0 do his jodb
adequately.

——— g

[/ 2. Has 1ittle knowledge, Knows smough to "get by." .

~

[——/ 3. Has moderate amount of kmowlsdge. Knows enough to do fair work,

"'E 4. Has broad knowledge. Knows enocugh to do good work,
» ‘\ * - . N
/7 5. Has complste knowledge. EKnows his job thoroughly. -~

P r

E. How much aptitude or facility does he have for this kind of. work? (Worker's
adeptneas or knack“ for perfomirz his job easily and well,)

~

‘ 2 » / 1, Has great difficulty doing his job. Not at all sudited to this kind .
-of work. -

/7 2. Usually has soxe difficulty doing his job, Not too well suited' to
this kind of work,

[/ 3 Does his “job without too much difficulty. Fairly well suited:to tiis

kind of work.
/7 4. Usually does his job without difficulty. Well suited to this kind
) of -ork. -
/7 5. Ives hia job mith great ease. Rxcoptionally well suited for this
. kind of wori, ) co
¥. How large & variety of Job duties can he perform efficient (u"orkor'.- o

.. ability to bandle several different operations in his work.

/ /1. .Cannot perform different operations adequately.

D 2. Can perform a limited mmber of adfferent operations efﬁj&cﬁ‘b’.
L_/ 3, Can perform several different opontion-:dth reasonable efficiencys

[:7 4. Can perform many different operations efficiently.

S¢ Can perform an unuuually large vu-ioty of ditroront operations
erfid.cnt]q. L
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How resourceful is he when something different comes up or something out of
_ths ordinary accurs? (Worker's .uuty to apply what he already knows to a
_new situation.)

Y

D 1. Almost never 4s able to figure out what to do. Needs help on even

minor problem. ’ .
/

[/ 2. Often has urﬁculty‘ hmdung‘\new situations. Needs help on ail but
simple problems. ) \ '

/ \\7 3. Sometimes knows what to do,- sogl-\timel doesn't., Can deal with problems
thit are not too complex. ' - ; -

"/ 7 4. Umlly able to handle new ait)ution-. Needs help on’only complex

problema.

PS

Z 75 Practically eiways figures out what to do himself. Rarely needs
help, even on complex problems. y

How many prnctical suggestions does he make for doing thingl in better ways?
('orkor'l ability to improve work methods.) - g

[ E3

/7 1. Sticks strictly with -the routine. Contributes nothing in the way

of practical suggestions.

/ 7 2. Slow- to see new ways to improve methods. Contributes few practical
suggestions. e . ’

o= -

. _/ 3. Neither quick nor slow to see new wuys to improve methods. Contributes
some practical suggestions.

/[ / 4. Quick to see new ways to improve methods. Contributes more than his
gha.re of practical suggestions. . ‘ i

/ 7 5. Extremely alert to sce new ways to improvs methods. Contributes an
unusually large number ot practical auggestions. .

Considering all the factors already rated, and only these factors, how acceptnble
is his work? (Worker s "all-around” ability to do his job.)

[:7 1. 'ould be better ott without him. Performance usually not ncﬂeptnblo.
U 2. Ot 1imi ted value to the organiution. Performance somewhat inferior.
[:j_ 3.~ A fairly proficient worker. Performance generally acceptable.

D— 4. A valuable worker. Performance usually superior. v »

[_/ 5. An unu\sually competent worker. Perfomanc'e almost always top notch.

’ . -

=,
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<. APPENDIX 4 . .
- . ) 282R75 .
& e - 4 '
T ‘ . Nurse Ald (medlcal ser.) 355,878
) ’ ¥ Jos. DUTlES LRI
oL . S Y '

4

Provides routine persondl and .nursifig care to patlents,
maintains and Issues supplies and equipment _and performs related.
clerical duties under-the dlyectlpn of nurslng and medical staff

P

~ -

>

o A
0Provldes personal care to patlents following dalf§\asslgnment
sheet and verbal instructions: Escorts or transports patients
to room or treatment unit using wheeléhairs.and stretchers.
Lists and stores patlents clothes” and posséssions. Bathes;
dresses and undresses patients. » Serves and collects food trays'
and fegéds patients requiring help. Provides drlnklns water and.
nourishment between meals. Dusts and cleans patient's room.
Changes bed linen. Assjsts patients with bedpans and urinals.
Cleans bedpans and urinals. Removes trash such as sputum ‘aups
and refuse bags from bedside. . e '
*Provides nursing care to patients following dally assignment
sheet and verbal lnstructlons. _Answers .signal lights and bells
and determines patient's needs. Observes %atient and reports
unfavorable conditlons to nursing or medicail staff, Takes and
records patlent s blood pressure, temperature; pulse, and -
respiration. -Collects specimens. Administers déuches and
enemas. -Records solid and ltquid Intake and .output. Applies
hot or _cold treatment., Assists In exgmld?tlon and.treatment: by
performing such duties as draping patients, holding instruments
and adjusting lights. |
*Maintains and Issues supplies and equipment: Cleans,
Ssterilizes, and stores equipment & supplies, Prepares and

issues treatment trays and dresslng packs. Malntains or assists -

in maintalning perpetual inventory of supplles.

Performs re]ated clerical dutles. Schedules and records
appojntments. Retrieves and files record folders. Answers
telephpne and dellvers messages. . 3 -

-
~ ° [ t

'fhese duties were designated as critical because ‘they must be

. 'performed competently if the job is to be done in a satisfactory

manner. Nurse Aids spend about 759 of thelr worklng hours per-
formlng these job dutles. -

-
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